Introduction
If organizational change could be limited to only machines or physical facilities, implementation would be relatively simple. Most major changes within the human work environment, however, require employees to modify something about the way they think, feel, or behave. The addition of these human factors significantly increases the complexity of the change process. For this reason, successful implementation of change requires an understanding of the human as well as the technical aspects involved in the situation.
The Change Resistance Scale (CRS) is designed to serve as an aid in dealing with the human aspects of an organization's adaptation to change. As a diagnostic tool, the CRS can be used to determine the overall resistance to an organizational change and its contribution to the risk of implementation failure. The CRS can be used:
When
• While organizational change is being considered or during initial planning.
• Before the change has been announced.
• Anytime after the announcement has been made.
• After project implementation is complete.
Why
• To provide early warning for potential resistance problems and possible implementation failure.
• To determine the employees' predisposition toward the change.
• To analyze any resistance that may develop during the implementation process.
• To identify the nature of resistance problems after implementation is complete.
Instructions
The Change Resistance Scale profiles people's perceptions of a specific change. It comprises 25 items that correspond to the 25 primary ways people respond to organizational change. Each item is measured on a scale of 1 to 10. Place a check mark above the number that best reflects your view for each of the following items.
As you read each item, consider your current perceptions of the change in question. It is important to consistently use the same perspective as you answer each question. The term ''sponsor'' refers to the individual and/or group who legitimizes the change. The term ''change agent'' refers to the individual and/or group who is responsible for implementing the change. I. Scoring
5.
Step 1: Total your responses to all items.
Step 2: Divide the total by 25.
Step 3 
II. Interpretation of Results: Overall Resistance Factor
The Resistance Factor reflects the risk of implementation failure of a project. The higher the factor, the greater the risk of implementation failure. A Resistance Factor score at this level indicates that the target population is highly resistant to the change. When this occurs, the risk of implementation failure is great. There may be symptoms of resistance such as low morale, miscommunication, reduced productivity, increased anxiety, general confusion, lack of cooperation, defensiveness, territoriality, and hostility. At minimum, projects with this degree of resistance require a sophisticated implementation plan and a major investment of time and other resources to achieve the intended goals of the change. Other possible courses of action are either to significantly reduce the project's scope and complexity or to abandon it altogether. At a later time, the targets may be less resistant, or you may consider replacing them with people who will not resist the change.
Moderate Risk: Caution (35 to 65)
A Resistance Factor score in this range is high enough that it should be considered a significant issue in predicting the success or failure of the change implementation. Target resistance will be a pivotal element in the project's outcome and, therefore, requires special attention and resources in the planning and execution of the implementation steps.
Low Risk: Opportunity (10 to 34)
A Resistance Factor score in this range is low enough that it should not be considered a threat to the success of the change implementation. Projects like these, however, should never be taken for granted. Although the overall score is positive, any item with a score of "3" or more should not be ignored. Items scored at more than "3" are often problem areas requiring special attention. Intermittent assessments may be required because target resistance fluctuates as projects proceed. For instance, certain aspects of the change implementation that were not initially apparent may become problems later, or project objectives may actually shift during implementation. Such circumstances may require that the targets make changes not considered prior to your first assessment. For these reasons, we suggest that you periodically monitor the Resistance Factor to avoid any unexpected breakdown in the implementation process.
